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A Strategic Framework for Workforce Management 
 
A FOCUS ON PEOPLE: A Workforce Management Strategy for the Queensland Public 
Service  (Office of the Public Service, Dec 1998) 
 
 

Workforce Capability
 
 
Having the right people 
in the right place at the 
right time 

Workforce  
Leadership 
 
 
Mobilizing people to 
deal effectively with 
current and future 
challenges 

 
 
 
 
Business Outcomes

Workforce 
Performance 
 
Creating a 
performance culture 
centred on continuous 
improvement and best 
practice 
 

Organisational 
Climate 
 
 
Creating a positive 
work environment 
where people feel 
valued and respected 
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Overview Model 
 
Courtesy of the Office for the Commissioner for Public Employment South Australia 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Demand Analysis 
 
What people, skills, attributes 
will we need and how will we 
need to utilise them in the 
future?

Strategy Formulation 
 

- What are strategies or actions that could be put in place to
address the identified gaps? 

 
- Strategies should be set out as an action plan with nominated

responsible officers and timeframes. 

Supply Analysis 
 
What people, skills, attributes 
do we have and how do we 
utilise them?  
 

Gap Analysis 
 

-  What are the skills we will need that we don’t have now? 
- What skills do we have now that we will no longer need? 
- Are our people in the right places for the type and volume of

work that will need to be done? 
- Will we have the right workforce mix; eg age, gender, etc that

will give us an appropriately diverse workforce. 
- What other gaps can we identify? 

Evaluation 
 

- Continual monitoring of the effect of the strategies on human
resource capability and business outcomes is essential.  

 
- The external environment will continue to change and

strategies will have to be evaluated for their continuing 
relevance to meet future needs. 
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Department of Main Roads Model 

 
Set the planning cycle at business unit 

and business centre levels 
 

Assess the business environment 

 

Determine human resource needs for 
the planning cycle 

 
 

Define existing human resources 

 

Determine the gap between human 
resource needs for the planning cycle 
against the existing supply of human 

resources 
 

Develop/assess strategies and develop 
an action plan to reduce/eliminate the 

gaps identified 
 

Prepare the workforce plan 
 
 

Implement, monitor and evaluate the 
Workforce Plan 
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Department of Public Works Model 
 

Stage 1 - Workforce Profile 
 

- How many employees? 
- What sort of employees? (demographics) 
- How much does it cost to employ them? (direct and indirect costs) 
- What are the comparative exit costs? (natural attrition, expected retirement, cost of VERs) 
- Who else is engaged by the Business Unit? (contractors and consultants) 

 
 

Stage 2 – Benchmarking 
 
- Within the Department 
- Across the Qld public service 
- Across industry 
- Compared to best-practice organisations 

 
 

Stage 3 – Workforce Reporting 
 

- Identification of key workforce issues and trends 
- Identification of potential savings areas or areas for change 

 

Stage 4 – Business Analysis 
 

Correlation of key workforce information against business variable (both current and future) 
including: 
 
- Systems technology 
- Political issues 
- Regional matters 
- Functional issues 
- Environmental issues 
- Industrial relations matters 
- Skill/occupational requirements 

 
 

Stage 5 – Workforce Plan 
 

This incorporates the final recommendations on what changes need to occur to the 
Business Unit’s current workforce to meet its business planning requirements. 
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FRAMEWORK FOR WORKFORCE PLANNING 
 
 
 
Strategic People Planning: An overview of workforce planning Ministry of the Premier and 
Cabinet, Western Australia (2000) page 11 
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  FORECASTING

  PLANNING

  IMPLEMENTING

• Social
• Technical
• Economic
• Public Sector

employment

Demographic Data
• Occupation
• Salary, etc
Trend Data
• Staff Movement
• Leave Usage
• Salary Profile, etc

• Replacement
Staff

• Contingent
Workforce

ORGANISATION DIRECTION ENVIRONMENTAL FACTORS INTERNAL LABOUR EXTERNAL LABOUR

SUPPLY

SCENARIO BUILDING

• Internal staff
movements

• Recruitment &
selection

• Working conditions
• Leave mgt

• Training &
development

• Promotion / transfer
• Succession

planning
• Career planning

• Budgets
• Remuneration
• Workplace/Ent

Agreements
• Incentives &

allowances

• Technology
upgrades

• Accommodation
• Fleet vehicles

HUMAN RESOURCES STAFF DEVELOPMENT FINANCE/BUDGETS LOGISTICAL

  ANALYSING
• Strategic planning
• Budget forecasts
• New equipment
• Inflows and outflows
• Working practices
• Workforce culture
• Reward system

STRATEGIC, PROCESS & OPERATIONAL CHANGES

FEEDBACK

DEMAND

ASSUMPTIONS
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